Introduction
This chapter presents the findings of the study regarding the central concern of this book, that is, the relationship of gender training with the problem of gender inequality in the public employment of Pakistan. It brings to fore the complexity of gender equality efforts such as gender sensitivity trainings by sharing findings about patriarchal benevolence, fierce resistance that gender sensitivity trainings can result in, and the ongoing unchanged institutional inertia that suggests policy interventions must go beyond mere gender sensitivity trainings and need to reform the patriarchal institutions and policies. It emphasizes that inclusion of gender into development activities is a highly charged subject in Pakistan. That it is a more serious problem than gender is seen as an imposition from Western countries and donor agencies. That there is a greater level of cynicism around gender issues because it is seen as something that will get you the funds to run programs. That gender sensitivity training far from being satisfactory, unintendedly producing greater resistance to gender equality.
The research asked questions of participants with and without gender training on the issues of women's representation, access to resources, and the organizational practices to understand the impact of training on participants. The univariate analysis found that training was not significantly related 1 to (p > 0.05) research participants' attitudes to the representation of women, access to resources, and changes in organizational practices.
The attitudes of research participants to the increased representation of women through quotas differed across geographic locations, with those in Muzaffarabad generally supporting and those in Islamabad opposing quotas for women.
2 Attitudes toward the representation of women were also related to the research participants' positions in the organizations. Those without gender training at the senior-management level generally opposed women's increased representation in organizations through quotas but those with training at this level supported women's increased representation in organizations. At the middle-management level those with training, however, tended to oppose quotas for women, and this included women as well, suggesting that training had an opposite effect to what was intended by those managing and facilitating training.
Training also did not result in a significant change (p > 0.05) in attitudes to women's access to resources in the public sector. Men at the middlemanagement level who had received gender training increasingly opposed the adoption of gender policies and pro-women strategies that could result in women's increased access to resources. However, women pointed out the need to take steps to increase their access to social and institutional resources, suggesting that gender interest rather than training determined who supports or opposes women's access to resources. Men at the senior-management level who had received training pointed to measures for increased access of women to social and institutional resources that were needed for achieving progress toward equality.
Contrary to the intended purpose of training, the research found training was not significantly related to a change in research participants' routine activities in organizations. Research participants' activities in organizations were governed by organizational policies and mandates rather than by training per se. It was found that the behavior of research participants in organizations was governed by organizational policies rather than by training, which was generic in nature and not often related to trainees' work, suggesting that the gender blindness of policies hinders work on gender equality.
